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CHAPTER I
INTRODUCTION
The interview has been the "nerve center" in the hiring process for
many years.

The job interview has been defined by Heck and O'Neil (1976)

as "A process of mutual inquiry between two individuals involving transmission and evaluation of information.

Thus, the interview is a direct

and mutual process of sharing and evaluating information" (p. 10).
Efficient utilization of an employment interview requires a clear
definition of the specifi c purposes of the interview.

First, the inter-

view process is used as a pre l iminary screeni ng to determine whether a
more extensive interview is needed .

Second, the interview is used as a

pri mary selection device to dwell further on the characteristics and
qualifications of the applicant (Kentner, Lipsett, 1964).
Researchers agree that the basic purpose of the interview is to get
pertinent information which will help the interviewer decide whether the
applicant will make a good employee; also, that the interview is for the
general purpose of assessment and appra is al (Na tional Industrial Conference Board, 1954).

From the company's point of

the interview which

overshadm~s

vie1~.

the one purpose of

all others is to help make the right

decision as to whether the applicant meets the requirements of the job
that is open (National Industrial Conference Board, 1954).

At the same
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time, "The basic objective of a candidate in an interview is to spark a
positive feeling in the interview" (Medley, 1978, p. 2).
Measuring the general impression that a group of people have of an
applicant after a few minutes of conversation with each is a unique value
of the interview.

Specific purposes of the interview help determine its

1ength, which methods are best for obtaining the maxi mum va 1i d i nfor-

mation from the applicant, and what type of interview is best for measuring
each job factor (Mandell, 1964).

t~andell

(1964) remarks by saying that:

As a first step in research, then, we need to know the validity
of cues within the context in which they are obtained. As a
corollary ~1e need to know how to elicit in a standardized manner
those cues which are significant and how to combine them most
effectively (p. 187).
Statement of Purpose
The purpose of this study is to determine the job interview
processes currently being utilized in hiring office workers in selected
Cache Valley businesses.
1.

More specifically:

What categories of questions are most frequently asked during
the job interview process?

2.

What are the topics discussed by the interviewer and the
applicant?

3.

What consideration, if any, is persona 1 appearance given in
the interview evaluation process?

4.

What degree of importance do verbal and nonverbal communication
have in the interview process?
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Importance of the Study
Since the interview is of highest priority in nearly every selection process, the job interview becomes vital.

Although there has been

a great deal of researc h rega rdin g the employment i nterview, it is
curious that so little i s known about a technique that is so often discussed and so highly regarded.

"The interview has become the crucial

part of the employment process; frequently, it's the one area least
understood by you--the job seeker" (Robertson, 1978, p. 2).
Regardless of the many skills developed within a vocational program,
the successful student cannot become a successful worker until that
student has met with someone representing the employer; then the student
must present hi mse l f or herse lf properly as a potentially successful
emp loyee.

Furthermore, the typ i ca l indi vidual will repeat this process

a number of times throughout his or her occupational life span.

Thus,

preparation of the student for successful participation in the employment interview is an important aspect of vocation preparation (Bradley,
•1976).

Palmer and Pancrazio (1966) agreed that "A more direct approach

is frequently needed to acquaint the student with the procedures which
will later enable him to find a job" (p. 248).

The experiences in the

job-finding fie ld should be i ndividuali zed and highl y mea ningfu l to
each student.

The vocational teac her, even more specifically, the

business education teacher, is in a good position to direct the
job-finding activities (Palmer and Pancrazio, 1966) .
A great deal of information can be obtained in the interview, but
how mea ningfu l is it? The interviewer observes gestures, hears voice
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inflections, and obtains facts and reasons but has no real proof of
their significance.

Experience and judgment are used in the inter-

pretation, but these may be insufficient bases for a science of personnel
se l ection (Mandell, 1964) .
At the end of every sc hool year, many students take a step that
may alter their lives--they look for a job.

Preparing for an actual job

interview is an area of instruction which teachers should integrate into
the objectives of their business classes (Palmer and Pancrazio, 1966).
The research conducted in the study will serve to be a guide for any
instructor who is concerned about preparing students for job interviews.
Inforn1ation about the interview processes currently being used by Cache
Valley emp loyers will help teachers give information to the students
about how to prepare for interviews.
Scope of the Study
The study was conducted using selected businesses located in Cache
Valley, Utah.

The classification of the businesses involved was based

on the following categories of total employees:

1- 24; 25-99; 100-499.

The businesses that were involved in the study were a selected sample
from the total population of businesses in Cache Valley .
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CHAPTER I I

REVIEW OF RELATED LITERATURE
The purpose of th is chapter will be to review literature related
to various aspects of the interview process.
comprising of:
2)

1)

There are five sections

Principal attribut es sought by the interviewer;

Forms of communication used in the employment interview and how

they are perceived by the interviewer; 3)

The importance of the pre-

viously mentioned items in the employment selection process; 4) The need
for improvement of job interv i ew ski ll s; and 5)

How an individual shou ld

prepare and participate in the interview.
Interaction, such as gestures, facial expressions, posture and
other communicative behavior is often carried on between the interviewer
and the interviewee.
varied inflections

~leanings

and values change the spoken word with

(Bingham and Moore, 1959).

"All of these means of

communications--the spoken words, the gestures , the expressions, the
inflections--contribute to the purposeful exchange of meanings, which
is the interview" (Bingham and Moore, 1959 , p. 8) .
Principal Attributes Sought by Interviewers
A smooth transition from the academic community to the business and
industrial world has changed in the past

f~1

years.

As Drake, Kaplan,
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and Stone (1972) stated:
The changing attitudes of students, the varied dress and hair
styles, the demonstrations against some corporations, the
concern about the hiring of minorities and women, and the
difficult employment market over the past two years have all
played a role in mak in g this transition period a time of
acute anx iety for students (p. 47).
In view of this changing attitude, a survey of corporate representatives from 195 business firms was undertaken for the purpose of ascertaining
the types of candidates sought, the most highly prized qualities of
candidates, and the importance of the interview itself.

The most important

"personal" characteristics of job applicants sought in the interview
were:

self-expression, personality, and some established goals.

Over

33 percent of the respondents viewed self-expression as the most important
factor, with persona lity and expressed goals c losely following (Drake,
Kaplan and Stone, 1972).
The corporate representatives were asked to indicate what factors
were generally sought in a candidate.

The attributes that accounted for

approximately 68 percent of the responses were:

ambition and motivation,

ability to c011111unicate, "good" personality, "fit" with the company and
its goals, and creativity and intelligence.

When discussing a candidate's

potential, leadership was by far the most important quality (55%) with
team1vork and compa tab i 1i ty ( 28%) a rather weak second.

Only 5 percent

believed that the ability and willingness to follow instructions was
more important than the l eadership, teamwork and compatability qua li ties .
An overwhelming proportion of the respondents indicated that the general
appearance and approach of the candidate was responsible for the first
and most important impression (Drake, Kaplan, and Stone, 1972).
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The Management Information Center in Deerfie ld , Illinois , also listed
many factors or characteristics of the applica nt which many companies
suggest that thei r interviewers observe and attempt to judge throughout
the interview.

Some of these factors were:

external personality

characteris ti cs, appearance, voi ce and ability to communicate, alertness,
poise , personal responsibility, emotional maturity and stability, potential
for fitting into organization, motivation fo r desiring particular job,
and personal characteristics important to particula r job

(~lanagement

Information Center, 1966).
Another study concerning principal attributes sought by employers
was conducted at the College of Business at Ohio University.

The graduate

students ca nvassed 200 organizations and mai led questionnaires ask ing
business personnel to identify those characte ristics that they personally considered most relevant when interviewing candidates for employment.
The results that accounted for the most total poi nts were as follows:
grade point average , personal appearance, extracurricular activities,
l'lork experience, geographic 1 ocati on preference, and ability to state
how applicant can benefit organization.

However, when the company

respondents were asked to shift their attention from qualifications i n
the abstract (interview factors deemed general ly desirable fo r se l ection
purposes) to qualifications in particular (interview factors which th e
recruiters actually do use), a change in ranking was observed.

The

two factors which accounted for the highest points were communication
skills and grade point average (Tschirgi, 1973).
Eleven industries in the San Jose metropoli tan area were chosen to
determine the qua 1i ties des ired in cle1·i ca 1 workers . The personne 1
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directors were interviewed and asked which qualities they desired most.
Findings showed that education and experience are two very important
cons iderations of employers.

When employers were asked their preference

between a B. A. or A. A. degree, one-half chose the B.A. for the following
reasons:

maturity, versatility, and compatibi lity (Lea, 1972).

The personnel directors felt that experience brings along ge neral
knowledge which can only by learned on the job.

The following qualities

were found to be the most widely looked for by employers during the
preemployment interview:

appearance, common sense, ability to think,

ability to take criticism, interest in the job and company, and pleasing
personality.
As a result of the research undertaken, it is evident that employers
prefer more ed ucation, experience, and good personality traits; but it
should also be noted that compatability, grooming, enthusiasm, and good
communication skills were also important qualities looked for when hiring.
Communication Methods Used in the Employment Interview
Several topics are discussed when teaching students how to apply
for a job, such as:

promptness, grooming and preparation of a resume.

However, the importance nonverbal communication has in the job interview is
frequently overlooked.

How much an app li cant's hands move, how much

eye contact is mai ntained with the interviewer, the length of the
pauses between questions and answers, and how the interviewee is dressed
influence whether a job is offered as much as the ability or potential
of the interviewee (Sterrett, 1977).
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In order to test the influence of nonverbal communication on
perceptions of effectiveness, 100 students at a large southern university
were interviewed for a job .

These students were videotaped behind a

one-way mirror and the average nonverbal communication was computed.

The

tapes were then shown to 160 managers in industry who rated the applicants
on eight scales:

ambitio n, motivation, self-confidence, self-organiza-

tion, responsibility , intelligence, verbal ability, and sincerity.

The

results showed that in excessive movement of the hands by the applicant,
the interviewer felt that applicant was less than average in ambition,
self-confidence, self-organization, intelligence and sincerity.

Jf the

applicant looked at the interviewer 50 percent of the time, the interviewer
was impressed, scoring the applicant high on ambition, self-confidence,
se lf-orga nization, intelligence, and sincerity.

Applicants pausing a

long time (15 seconds) between the end of an interviewer's question and
the beginning of their answer were rated by the interviewer as less
ambitious, less sel f-confident, less self-organized , and less intelligent.
Over dressing tended to have the applicant rated high on ambition and
intelligence, but low on self-confidence, self-organization, and
sincerity (Sterrett, 1977).
Employment interviewing also provides an excellent opportunity for
most interviewers to practice character analysis wh i ch most often consists
of the inference of personal traits from physical features.

"They have

just enough face validity to keep them selling" (Yoder, 1970, p. 304).
Human character and personality are far too complex to be critically
evaluated by reference only to external features.

Character analysis

does exist, which is indicated in the studies stated above and to the
one immediately following.
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Interviewers typically correlate the symbols they perceive in the
applicant's verbal and nonverbal communication with their one set of
criteria for what the job entails.

Most interviewers indicate that they

consider lucid verbal communication as a sign of good language-arts
skills and proofreading ability (Sterrett, 1977).
In a study conducted by Young and Brier, applicants who displayed
more eye contact, head movement, and smiling were evaluated favorably
by employers (Young and Brier, 1977).

Brier (1977) cautioned, however,

"that the impact of a non-verbal message is relative to the situation
in which it is delivered" {p. 163).
Interviewers often develop a stereotype of a good candidate and try
to match applicants to this character (McGovern and !deus, 1978).
The stereotype of a bad candidate seems to be one who maintai ns
infrequent eye contact, speaks in a monotone with many hesitations
and stammers, and whose low energy level is reflected in little
body movement and a generally expressionless face. The good
candidate is considerably more active on both visual and vocal
levels (McGovern and !deus, 1978, p. 53).
As implied earlier, the impression or the way in which an interviewee
comes across to the interviewer is very critical to the final decision.
Nonverbal behavior often affects the interviewers evaluations and
"sometimes, what is said may be given less weight" (McGovern and !deus,
1978, p. 53).
In reviewing literature, it was found that one cannot help communicate information even if one was to remain silent.

Sterrett (1977)

summarized the importance of nonverbal communication by saying that,
"We may choose to stop communicating verbally, but we cannot stop
communicating nonverbally"{p. 123). The student should keep in mind
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one of the basic questions both the interviewer and the interviewee are
asking:

"How would I like to have this person working with me every day?"

(Heck and O'Neil, 1976, p. 13).
Selection Process
The interview is considered one of the best methods of assess ing a
candidate in total and of verifying information which the interviewer
has obtained about the candidate from other sources.

The interview is

a good method of relating the candidate, through the skill and knowledge
of the interviewer, to the job.

In addition, the interview has become

such a standard practice that it is widely accepted by candidates as a
selection instrument.

It, therefore, has considerable face validity and

is an expected part of the selection process (Jackson, 1972) .
In the study that was conducted in San Jose, the employers were
asked how they made their final decision.

They stated, "that they choose

the applicant with the most outgoing personality, the most experience,
and the one

~tho

shows that he or she is interested in the job and in .

the company" (Lea, 1972, p. 55).

The employers felt workers who have

experience working with people make the best co-workers.

They felt

that the student gai ns a good deal of experience while working in a
simu lated office classroom.

Also, good manners were considered mandatory,

and employers felt that a person who does not have good manners should
not be looking for employment (Lea, 1972).
A survey of 195 United States business firms was conducted by
Orake, Kaplan, and Stone (1972) showed that the interviewer's i mpression
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was more important than the candidate's resume and that 81 percent of
the employers rated the interviewer's opinion as more important than all
of the candidates' references.
There is evidence to indicate (Webster, 1959) that interviewers
often make rather firm judgments during the first several minutes and
spend the rest of the interview attending to information that confinns
their initial hypothesis.

In short, variables unrelated to work

experience, demonstrated ability, or employable skills may play a significant part in the selection process (Dressel,

Hollandsworth, and Stevens,

lg74).
As Tschirgi (1973) has noted, interviewers, like other people, are
strongly influenced by what is most readily visible and immediate to
their perception.

Subsequent ly, it may be that skill ed behavior during

the job interview can give candidates

the extra edge that sets them

apart fran other equally qualified applicants (Prazak, 1969) (Dressel,
Hollandsworth, and Stevens, 1974).

"As one author so congently stated,

'There seems to be a certain human curiosity which can be satisfied in no
other way than by seeing the man in the flesh'" (McGovern and !deus, 1978,
p. 51).

Improvement of Job Interview Ski ll s
As already indicated, first impressions apparently count heavi ly in
the selection of an applicant.

Many interviewers are said to make their

selection decision after just four minutes of interaction with the
applicant.

Such impressions are based primarily on appearance.

Therefore,
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the applicants should relay their "positive" attitudes and qualities from
the start of the interview (Hatfield and Gatewood, 1978}.
Bradley (1976} indicates that if students are to be properly prepared
to participate successfully in employment interviews, students must
practice the component behaviors that comprise s uccessful interview.

One

way teachers may help students improve their job interview skills is to
help them become more aware of how others view them (Leach and Flexman,
1978}.
How to make a positive impression in an interview is a very appropriate topic to be taught to the student preparing to participate in the
job interview.

"If applicants are encouraged to develop and display

good work-performance skil l s when seeking a job they should also be
encouraged to develop helpful communication sk ills" (Young and Brier,
1977, p. 164).

Composure, preparation, and appropriate business attire

should be included in the applicant's presentation at the interview.
"A student's irrmedi ate future may depend on the impression they make
during the interview; therefore, it is important that the student is
trained to present him/herself well" (Stinespring, 1977, p. 368).
Personality and attitude are said to be two qualities that are observed
closely by the interviewer (Stinespring, 1977).
The variables affecting the interview, its conduct and outcomes,
are many and complicated.

One of the most troublesome is the tendency

for supposedly factual statements to be substantially affected by the
personality characteristics and the attitudes of the participants.

This

is most noticeable in those interviews which are conducted for the purpose
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of discovering facts about the person being interviewed.

These tenden-

cies must be faced, studied, and understood if interview practice is to
be improved (Kentner, Lipsett, and Rodgers. 1974).
The employment interview will be the key to success or failure for
most st udents in obtaining the job.

The interv iew for these students

is act ually a new situation; therefore, the business students must l ea rn
to present themsel ves properly as potentially successful employees.

"We

as business educators, must prepare students for s uccessful participation
in the employment interview as an important aspect of their vocational
preparation for the world of work (Nemesh, 1979, p. 19).
Preparing for and Participating in the Interview
One commo n complaint from peop l e involved in the process of j ob
interviewing regarding applicants is not that they do not lack experience
or training, but that they show a "lack of interest and enthusiasm, both
in the interview being conducted and in the job being discussed"(Daniels,
1974, p. 66).

These attitudes of boredom and disinterest could be the

result of the fear of the actual interview and of not knowing what to
expect.

Therefore, "successful interviews result f r om better understand-

ing and prepa rat ion" (Daniels, 1974, p. 67).
The roles the applicant must play during the intervi ew are to be
patient, to listen, to be alert and to react.

Interested and acti ve

participants in the interview are more likely to get the positions which
are right for them (Daniels, 1974).
A question in the minds of most applicants preparing for the
employment interview is , "How do I prepare?" (Daniels, 1974, p. 75).
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Daniels (1974) suggests six steps to aid in an applicant's preparation.
The first step is a personal inventory which explores the common characteristics between you and your career plans.

There are two categories of

questions that mus t be answered in this self-inspection.

The first

category pertains to a consideration of personal needs and goa l s, and the
second , interests and attitudes.
The second step deals with preparing to sell the students services
as a dependable, hard working, reliable employee.

The question that

should be answered here is, "What can you do for the company?" (Daniels,
1974, p. 78).

The student should anticipate questions the interviewer

will ask regarding areas about skills, interests, background, experiences,
or attitudes (Daniel s, lg74).
Step three involves researchi ng the company with whi ch the in te rvi ew
will take place.

Frequently, interviewers wi ll ask,

work for our company?" (Daniels, 1974, p. 79).

"~lhy

do you want to

The applicants must

convince them that they are interested in the job by being knowledgeable
regarding the company .
Step four pertains to briefing on the business .

Suppose the applicant

were asked, "What do you know about our company?" (Daniels, 1974, p. 85).
At that point, the applicant should demonstrate that they were interested
eno ugh and cared enough to do the homework regarding the compa ny. As
Daniels (1974) states :
If you know that you are going to participate in an employment
interview, it makes good sense to brief yourself in advance
about the company's history, products, types of operations ,
and work. It will make you more knowledgeable, confident,
and impressive (p . 86).
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Step five would be to evaluate all the research you have done thus
far, and to decide whether you really want the job and if you are
qualified to interview for it.

Step six deals with getting ready for the

employment interview by rehearsing what you will say and how you will dress.
If you are concerned with being too liberal or too conservative, settle
for the conservative side (Daniels, 1974).
Daniels (1974) also discusses three levels of congruency dealing
with verbal and nonverbal participation in the employment interview.
The first would be the verbal and nonverbal image of the applicant.

This

must match that which they described in writing (resume, letter of
application).

The second would occur between what the applicant says

verbally and what they are showing nonverbally.

The third level exists

between nonverbal cues.

The applicant may show a facial expression of

patience but at the same

tin~

be tapping their fingers on the chair ,

showing a feeling of impatience.

As Robertson (1978) states, "By using

the language of your body to make your verbal communication more effective you will bring about an increased understanding of your abilities"
(p. 70).

By making a few simple preparations before the interview, the marks
of inexperience in an applicant can be avoided.

As Donaho and Meyer (1976)

express, "Like anything else that is worthwhile, the i nterview requires
careful planning and preparation if it is to be well executed" {p. 7).

Most data reviewed on employment interviews reveals that interviewers
use the initial interview to find out what kind of person the candi date
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is and also whether the applicant would "get along" with others in the
business.

Along with these factors or personal traits, interviewers also

look for an educated, experienced, and mature person who is reliable.
The manner in which applicants display their feelings nonverbally
was found to be a distinct factor in the outcome of the interview.
verbal cues frequently dominate interview impressions.

Non-

"One of the reasons

that nonverbal cues are so powerful is that, in most cases, interviewers
are not aware of them as possible casual agents of impression information"
(Hatfield and Gatewood, 1978, p. 37).
Students planning to enter the business world should consider an
encounter with the interviewer a "necessary and important first step in
the employment process"

(Drake, Kaplan, and Stone, 1972, p. 251).

Society places a good deal of weight on first impressions, and the
interviewer is no exception.
Preparation for the employment interview is obviously not the total
responsibility of the instructor.

Applicants must sell their personal

qualities by finding ways to reveal and communica te them to the interviewers.
This is the applicant's purpose in the employment interview (Daniels, 1974).
The student's academic preparation should enable him to be a
successful applicant and to eventually get a job.

The research reviewed

has indicated that the interview as a selection tool is of hi ghest priority.
There are a variety of factors that can make the interview a successful
one for the applicant.
If students are sufficiently prepared by their instructor in the
following areas, the students will go to the interview with a broader
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understanding of the process and what it means to the students' future.
1.

What the interviewer is looking for in the applicant.

2.

How an applicant should participate in the interview, and
how the interviewer perceives the applicant's actions (verbal
or nonverba 1).

3.

How the actions and responses of the applicant are handled
in the selection process.

4.

How the applicant should prepare for the interview.

Interviewing has been said to be the highest priority in nearly
every se 1ecti on process.

"I ntervi ewing is probably here to stay; no

substitute seems 1ike ly to make it completely unnecessary" (Yoder, 1970,
p. 304).
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CHAPTER I I I
METHODS AND PROCEDURES
This chapter is divided into four sections which describe the
specific nature of how this study was conducted .

The first section

is devoted to the sampling procedure used in selecting a purposive
sample of Cache Valley businesses from the total population.

The

second section is devoted to describing the development of the instrument which was used in the study.

The third section explains the

process for distributing the questionnaire, and the fourth section
is a description of the methods used in data analysis.
Employer Selection Process
The accessible population for this study includes businesses and
governmental employers in Cache Valley.

Logan's Job Service was chosen

to assist in the employer selection process.
Mr . R. Gunnell of Logan's Job Service drew a selected sample from
the Directory of Utah Manufacturers, which i nclude d 28 ,813 businesses
and governmental agencies, and from the Firm Identification Listing For
Cache County, which consisted of 1,052 businesses and governmental agencies.
Due to the confidentiality of the Job Service records, only personnel from
Job Service was able to review them.

Therefore, Mr. R. Gunnell was
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asked to choose the businesses or governmental agencies within Cache
Valley that he assumed would cooperate in this study .

He was also given

the categories of groups (1-24; 25-99; 100-499) and the stipul ation that
each industry or governmental agency should employ full- time office
workers.

Mr. R. Gunnell selected a proportionate number of business firms

and governmental agencies which be believed represented the total population.

Mr. R. Gunnell selected 62 employers of office workers which

he assumed would provide the study with the most meaningful and useful
data.
A purposive sampling procedure was used to determine which business
firms and governmental agencies would be used.

Selltiz, Jahoda, Deutsch,

and Cook (1959} report that:
The basic assumption behind purposive sampling is that with good
judgment and an appropriate strategy, one can hand pick the
cases to be included in the sample and thus develop samples
that are satisfactory in relation to one's needs (p. 520).
In such a sampling procedure, the common strategy used is to select
cases that are judged by an expert to be typical of the population in
which one is interested.
The 62 business firms and governmental agencies chosen were grouped
by number of employees into three categories.

Group I consisted of ten

businesses with a total number of employees ranging from l-24.

Group II

consisted of te n businesses with a total population of 25-99 employees ,
and there were ten businesses in Group III with a total population of
100-499 employees respectively.
to each group.

There were approximately 20 employers

Since personal interviews were to be used to gather the

data, time did not allow the researcher to visit the total population
selected.

A more feasible number of ten business fi rms and government agencies
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in each group was chosen by Mr. R. Gunnell to cooperate in the study.
After interviewing more than half in each group, the researcher found
the data becoming similar; therefore, the number of employers being
interviewed proved to be sufficient in determining typical responses to
the questions to be answered in the study.
Development of Instrument
A questionnaire was constructed to collect data for the study.
were two main parts to the questionnaire.
three open-ended questions:

1)

There

The first part consisted of

What categories of questions would you

ask an applicant in the interview?

2)

What major topics are discussed

between you (the interviewer) and the applicant?

3)

What do you consider

"appropriate" dress for an interview? The purpose for these questions
was to answel" questions, one, two, and three presented in the statement
of purpose section in Chapter I.
The second part of the questionnaire consists of 18 questions on
how the interviewer perceives verbal and nonverbal acts during the
interview and what value they place on these acts in the selection
process.

The questions in part two were derived from two sources:

1) The National Industrial Conference Board's Interviewer's Rating
Sca le and Rating Worksheet, 2)

Nonverbal cues in the selection inter-

view by Hatfield and Gatewood.
Mr. R. Gunnell of Logan's Job Service and Mr. R. Garrison of
Utah State University Personnel Office were contacted and asked to
cooperate in the validation process of the questionnaire.

They were
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assumed to be knowledgeable in the field of interviewing and were asked
to review the instrument to determine its validity relating to the
study.

Their comments were incorporated in a revision of the question-

naire.
Once the validation process took place, a pilot study was conducted,
which inc l uded one busi ness from each of the t hree groups mentioned
previously.

A representative from each business firm and governmental

agency was contacted by telephone to see whether they would be willing
to cooperate in the pilot study.

During the personal interviews, they

were asked to critique the questionnaire and provide feedback regarding
its content and usability in the study.

Their comments regarding the

content and usability of the questionnaire were used to revise the
instrument a second time before interviewing the additional businesses
involved in the study.
Distribution of Questionnaire
The questionnaire was administered by the researcher to the person
or persons in charge of hiring at the firms and governmental agencies
that were selected by Mr. R. Gunnell of Job Service.

In the case that

a business preferred not to cooperate, another business was chosen
by taking the name f r om the alphabetized list directly below that of
the employer unable to be interviewed .
Data Analysis
Descriptive techniques were used to analyze information derived
from both parts of the questionnaire.

The first part consi sting of the
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open- ended questions will be listed in tables ranked in order of
importance to the interviewer.

The last part consisting of the verbal

and nonverbal acts will be tallied and the percentages comoared on
each question within each group.

A purposive sampling procedure was used by Mr. R. Gunnell to
determine which employers would be interviewed in this study.

The

employers were then categorized into three various groups depending
upon the total number of employees.
A questionnaire was constructed and consisted of two major parts.
The first part was divided into three open-ended questions.

The second

part was a value table on the perceptions of employers to verbal and
nonverbal acts in the interview.

Mr. R. Gunnell and Mr. R. Garrison

as s isted in the validation of the questionnaire . A pilot study was
then conducted, and the questionnaires were administered by the
researcher to the remaining employers in the study .

Descriptive analysis

was used on information from both parts of the questionnaire to determine the findings of this study.
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CHAPTER IV
FINDINGS
Thirty businesses and governmental agencies located in Cache Valley
were chosen for this study.

The business firms and governmental agencies

were divided into three groups consisting of ten employers per group.
The business firms or governmental agencies were categorized by the total
number of employees which included all areas of labor and management
within each organization.

Group I included businesses and governmenta l

agencies with a total population of 1-24 employees.

Group II included

businesses and governmental agencies with a total population of 25-99
employees and Group III included firms and governmental agencies with a
total population of 100-499 employees.
While setting up appointments for meetings with the employers of
the selected business and governmental agencies, five of the originally
chosen firms were unable to participate and other firms were substituted.

Within Group I there was one business which chose not to cooperate

in the study; therefore, another business was chosen within the same
category.

Also within Group I a business requested a telephone interview

in lieu of a personal interview, due to time restraints on the employer.
Three businesses originally chosen in Group II were not able to cooperate
in the study: therefore, three additional businesses were chosen within
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the same category.

Within Group III one business was unable to cooperate

as a result of an illness within the personnel department and had to be
replaced with another.
As described earlier, the first part of the questionnaire consisted
of three open-ended questions:

the first, regarding questions that the

interviewer would ask the applicant in the interview; the second, regarding major topics which are discussed between the interviewer and the
applicant; the third, regarding what the interviewer considered "appropriate" dress for an interview.
The interviewers responded to the first question with categories of
questions that they ask rather than specific questions.

As one can

observe from Table 1 and Table 2, many of those interviewers repeated
the same responses to the second question that were give n in question one.
One of the objectives of this study was to determine the categories
of questions that are asked most frequently by the interviewers (those
hiring the applicant)_ This aspect of the study was determined by the
responses of the interviewers to the first question--What categories of
questions should you ask an applicant in an interview?--in Part I of the
questionnaire .

The responses found in Table 1 were recorded as being

the areas to which interviewers are interested.
A general observation can be taken from the responses of question
number one; namely, the most prevalent categories that interviewers will
ask questions in are:

work experience, skills, permanency or l ongevity

on job (how long the applicant will be residing in the area), education,
and the applicant's feelings regardinq their last position .
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Table 1
EMPLOYERS' RANKING OF QUESTIONS
COVERED IN THE INTERVIEW PROCESS

Res~onses

Work experience
Skills
Permanency or longevity
Education
Applicant's feelings
regarding last position
What promoted applicant's
interest in job
Career goals
Ability
Public Relations
What applicants are looking
for in job
What aspirations
applicant has
Marital status
Applicant's strong and
weak attributes
Health
Likes and Dislikes
Husband's occupation
Willing and able to learn
Age
References
Confidentiality
Applicant's expectations
of job
Appl icant' s interests
Communication
Availabi l ity
Transportation

Group
9
6
6
5

Total

II

Ill

7
7
5
2

9
6
3
4

25
19
14
11

4

6

10

3
3

2
2
2
2

5
5
2
2

2

2

2
2

2
2

1
1
1
1
1
1
1

2
1
1
1
1
1
1
1

Many of the interviewers go to the interview with certain topics
they would like to cover with the applicant .

Depending on the employers'

interview technique, they may or may not be different from the areas
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of questions asked.

Part one, question two of the questionnaire endeavors

to answer the question:

What major topics are discussed between you

(the interviewery and the applicant?
Tab l e 2
EMPLOYERS ' RAN KING OF TOPICS
COVERED IN THE INTERVIEW PROC ESS

Res(!onses

Group

Salary and benefits
Job description and
responsibilities
Applicant's ability to
fit into organizat i on
Nature of worki ng
(press ure )
Contnuni cat i on
Expectations of emp l oyer
Overview of company
Accuracy and dependability
General overview of applicant's
background and future
Accomplishments of past
Personalities
Reason for working
Applicant's discussion of self
Language ability
Public r elations
Adaptabi 1i ty

II

III

Total

5

7

2

14

3

2

7

12

3

3

2
2

2
2

1

2
2
2
2
2
2

1
1
1
1
1
1
1

The mos t prevalent topi cs tha t the in te rviewer wi l l di scuss were
found to be salary/benefi ts and job description/ responsibilities.
To determine whether any consideration is put on personal appearance
and dress, the interviewers were asked what they consider "appropriate"
dress for an interview should be.

The interviewers would like to see
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the applicant dressed in either a dress, skirt and blouse, pant suit,
suit and tie, which ever is applicable.

The interviewers also agreed

that the applicant should be neat, clean, and well-groomed.

Ninety

percent of the interviewers agreed that jeans were not an acceptable
form of dress for an interview for an office position.
The second part of the questionnaire consisted of a group of 18
questions regarding the interviewer's perception of the applicant in
the verbal and nonverbal areas during the interview.

The interviewee

was asked to respond to each question on a scale from much value to no
value according to their selection of the applicant.

The interviewers

were reminded that each question pertained to the hiring of an office
worker only.

Each table consists of one question which is compared by

groups.
Table 3 displays the responses of the interviewers to the question:
"How would you rate the applicant's facial expression?"

~lithin

Group I,

50 percent of the interviewers indicated that the applicant's facial
expression was of much value and the other half responded to some value.
Eighty percent of the responses in Group II were some value and the
remaining 20 were much value.

In Group III, 70 percent indicated the

applicant's facial expression was some value and 30 percent responded
to much value.
One question posed of the interviewers related to their percepti on
of the importance of the applicant 's exhibition of confidence, poise, and
aggressiveness as part of the overall impression gained at the interview
of the candidate.

In response to the question, "How would you rate your
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perception of the applicant's exhibition of confidence, poise, and
aggressiveness?", 100 percent of the interviewers in Group I indicated
that the applicant's exhibition of confidence, poise, and aggressiveness
was of much value.

Ninety percent of the interviewers in each of the

Groups II and III concurred that the exhibition of confidence, poise,
and aggressiveness was of much value to them, while the remaining 10
percent in each group replied some value . (Refer to Table 4)
Table 3
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
FACIAL EXPRESSION CATEGORIZED BY NUt4BER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Grou~

Number

Muo::h Value
No . %

Some Value
No . %

Group

5

50%

5

50%

Group II

2

20

8

80

Group III

3

30

7

70

Little Value
No .
%

No Value
No. %

Table 4
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT 'S
EXHIBITION OF CONFIDENCE, POISE, AND AGGRESSIVENESS CATEGORIZED
BY NUMBER AND PERCENTAGE WITHIN EACH SELECTED GROUP

Group Number
Group

Much Value
No. %

Some Value
tlo.
%

10

100%

Group II

9

90

10%

Group III

9

90

10

Little Value
No.
%

No Value
No. %
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The question "How would you rate your perception of the amount of
initiative and forcefulness the applicant carries?" was posed to the
interviewers.

In reply, 70 percent of the interviewers in Group

indicated that the amount of initiative and forcefulness the applicant
carries was of muc h value and 30 percent responded to some value, whereas
60 percent of the interviewers in both Groups II and III agreed that this
quality should have some value in their selection process.

The remaining

40 percent in each Group II and III responded to much value.
Table 5
INTERVIEWERS' PERCPET~ OF THE IMPORTANCE OF THE APPLICANT'S
AMOUNT OF INITIATIVE AND FORCEFULNESS THEY CARRY CATEGORIZED
BY NUMBER AND PERCENTAGE WITHIN EACH SELECTED GROUP

Grou11 Number

Much Val ue
No. %

Some Value
No.
%

Group

7

70%

3

30%

Group r I

4

40

6

60

Grou p III

4

40

6

60

Little Value
No.
%

No Val ue
No. %

In Table 6, the interviewers were asked "How would you rate an
applicant's hand gestures?"

In response to the question, 50 percent of

the intervi ewe rs of Group I indicated that the applicant's hand gestures
were of some value and the other half responded to little value.

On the

other hand, 70 percent of the interviewers in Group II replied that the
applicant's hand gestures were little value to them, 20 percent responded
to some value and the remaining 10 percent indicated no value .

Half of
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the interviewers in Group III responded to some value, 30 percent replied
to little value and 20 percent indicated that the applicant's use of hand
gestures was no value.
Table 6

INTERVI EWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
HAND GE STURES CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

GrouE Number

Much Value
No. %

Some Value
No.

s

Little Value
No.
%

Group

5

50%

5

50%

Group II

2

20

7

70

Group rri

5

50

3

30

No Value
No. i

10%
2

20

One question asked of the interviewers dealt with the appli cant's
eye contact.

In response to the question "How would you rate an

applicant's eye contact with you?", 70 percent of the interviewers in
Group r indicated the applicant's eye contact was of much value, and
30 percent responded to some value .

Sixty percent of the interviewers

in Group II also agreed that the applicant ' s eye contact was much value,
but 30 pe r cent replied to s ome value and the remaining 10 percent
responded to little value.

Group Ill had 70 percent of the interviewers

respond to much value and 30 percent reply to some value . (Refer to
Table 7)
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Table 7
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
EYE CONTACT CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Some Value
No.
%

Group

7

70%

3

30%

Group II

6

60

3

3D

Group III

7

7D

3

30

Little Value
No.
%

No Value
No. %

lD%

The question "How would you rate an applicant who paused for long
lengths between your question and their answer?" was posed to the intervi ewers.

Half of the interviewers i n Group I agreed that the app licant 's

pauses between quest ion and answer was of much value, and the other half
agreed that it was some value, whereas 60 percent of Group II ' s interviewers
responded to some value, 30 percent much value, and 10 percent little
value.

Fifty percent of the interviewers in Group Ill indicated that

the applicant's pauses between question and answer were some value, 40
percent much value and 10 percent little value . (See Table 8)
Table 9 shows the responses of the interviewers to the question :
"How would you rate the app licant's posture?"

Within Group I 70 percent

of the interviewers indicated that the applicant 's posture was some value,
20 percent responded much value and 10 percent of little value.

Fifty

percent of the interviewers in Group II indicated that posture was of
some value, 30 percent replied much value and 20 percent to little value.
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Half of the interviewers in Group III responded to much value, 40 percent
replied some value and 10 percent indicated no value to the applicant's
posture .
Table 8
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
PAUSE BETWEEN YOUR QUESTION AND THEIR ANSWER CATEGORIZED
BY NUMBER AND PERCENTAGE WITHIN EACH SELECTED GROUP

Groue Number

Much Value
No. %

Some Value
No. %

Little Value
No.
%

Group I

5

50%

5

50%

Group II

3

30

6

60

10%

Group Ill

4

40

5

50

10

No Value
llo. %

Table 9
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
POSTURE CATEGORIZED BY NUMBER AND PERCENTAGES
WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Some Value
No. %

Group

2

20%

7

70%

Group I I

3

30

5

50

Group II I

5

50

4

40

Little Value
No.
%

No Value
tlo. %

10%
2

20
10%

One question posed to the interviewers was related to the perception
of the importance of the applicant's appearance.

In response to the
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question "How would you rate the applicant's appearance?", 60 percent
of the interviewers in Group

replied that the applicant's appearance

was much value, and 40 percent responded to some value.

Within Group II

80 percent of the interviewers indicated that the applicant's appearance
was much value and the remaining 20 percent responded to some value.

Also

70 percent of the interviewers in Group Ill indicated much value to the
applicant's appearance and 30 percent replied some value.
Table 10
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
APPEARANCE CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Some Value
No.
%

Group

6

60%

4

40%

Group I I

8

80

2

20

Group I I I

7

70

3

30

little Value
No.
%

No Value
No. %

The question "How would you rate the applican t's use of grammar?"
was asked to the interviewers.

Ninety percent of the interviewers in

all three groups indicated that the applicant's use of grammar was of
much value.
value.

The remai ning 10 percent in each gro up replied to some

(Refer to Table 11)
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Table 11
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
USE OF GRI\ffiAR CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Graue Number

Much Value
No . %

Some Value
No . %

Group

9

90%

10%

Group II

9

90

10

Group III

9

90

10

Little Value
No.
%

No Value
No. %

In Table 12, the interviewers were asked "How would you rate the
applicant's articulation of speech?

In response to this question,

60 percent of the interviewers in Group I indicated that the app li ca nt' s
articulation of speech was of much value and 40 percent replied some
value.

On the other hand, 70 percent within Group II responded to

some value and 30 percent to much value.

Sixty percent of the interviewers

in Group Ill indicated that the applicant's articulation of speech was
much value, 30 percent responded to some value and the remaining 10
percent replied little value.

One question posed to the interviewers related to the perception
of the importance of the applicants' presentati on of what they wanted
to say and how they said it.

In response to the question "How would you

rate the appli cants' presentation of what they want to say and how they
say it?", half of the interviewers in Group I indicated that this
quality was of much value to them and the other half replied to some
value.

Within Group II, 50 percent of the interviewers indicated that
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presentation of the applicant's conversation was of some value, 40 percent
responded to much value and the remaining 10 percent replied little value.
Seventy percent of the interviewers in Group III indicated that this
quality was of much value and 30 percent agreed to some value.
Table 12
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
ARTICULATION OF SPEECH CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Grou(! Number

Much Value
No. %

Some Value
No. %

Group

6

60%

4

40%

Group II

3

30

7

70

Group Ill

6

60

3

30

Little Value
No.
%

No Value

No. i

10%

Table 13
IriTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
PRESENTATION OF WHAT THEY WANT TO SAY AND HOW THEY SAY IT
CATEGORIZED BY NUMBER AND PERCENTAGE WITHIN EACH SELECTED 'GROUP

Group Number

t~uch

No.

Value
%

Some Value
No. %

Group

5

50%

5

50%

Group II

4

40

5

50

Group I II

7

70

3

30

Little Value
No.
%

No Value
No. %

10%

The question "How would you rate the applicant's external personality characteristics?" was asked to the interviewers .

Fifty percent
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of the interviewers in Groups I and II concurred that the applicant's
external personality characteristics were of muc h value and the other
half responded to some value.

Within Group III 50 percent of the inter-

viewers indicated that the applicant's external personality characteristics
were some value, 40 percent responded to much value and 10 percent
replied to little value.
Table 14
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
EXTERNAL PERSONALITY CHARACTERISTICS CATEGORIZED BY
NUMBER AND PERCENTAGE WITHIN EACH SELECTED GROUP

Much Value
No. %

Group Number

Some Value
No.
%

Group

5

50%

5

50%

Group II

4

40

4

40

Group Ill

5

50

5

50

Little Value
No.
%

2

No Value
No. %

20%

In Table 15 the interviewers were asked, "How would you rate the
applicant's voice?"

In response to this question; 80 percent of the

interviewers in Group I indicated that the applicant's voice was some
value, 10 percent responded to much value and 10 percent replied to
little value.

Within Group II, 40 percent of the intervi ewers indicated

this quality had some value, 40 percent replied little value and 20
percent responded much value.

Sixty percent of the responses in Group Ill

were found under the category of some value, 30 percent were fou nd under
little value and 10 percent under much value.
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Table 15
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
VOICE CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Group
Group II

2

Group I II

Some Value
No.
%

Little Value
No .
%
10%

lD%

8

80%

2D

4

40

4

4D

lD

6

60

3

30

No Value
No. %

One question asked of the interviewers dealt with the applicant's
alertness.
alertness?"

The question was:

"How would you rate the applicant's

Eighty percent of the interviewers in both Groups I and II

indi cated that the applican t's alertness was much value and the remaining
20 percent in each group responded some value.

In Group III 60 percent

of the interviewers replied to much value and 40 percent to some value.
Tablel6 .
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
ALERTNESS CATEGORIZED BY NUMBER AND PERCENTAGE
WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Some Value
No.
%

Group

8

80%

2

20%

Group II

8

80

2

20

Group III

6

60

4

40

Little Value
No.
%

No Value
No. %
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Another question posed to the interviewers related to their
perception of the applicant's emotional maturity and stability.

In

res ponse to the question, "How would you rate the applicant's emotional
maturity and stabi 1i ty?", 60 percent of the interviewers in Group I
indicated that the applicant's emotional maturity and stability was
much value and 40 percent agreed to some value .

Within Group II, 90

percent of the interviewers responded to muc h value and the remaining
10 percent to some value.

Also in Group III, 70 percent of the

interviewers replied to much value and 30 percent to some value.
Table 17
INTERVIEWERS ' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
EMOTIONAL MATURITY AND STABILI TY CATEGORIZED BY NUMBER AND
PERCENTAGE WITHIN EACH SELECTED GROUP

Grou(:! Number

Much Value
No. %

Group

6

60%

Group I I

9

go

Group III

7

70

Some Value
No.
%
4

Little Value
No.
%

No Value
No . i

40%
10

3

30

Tabl e 18 shows the respons es of the interviewers to the question:
"How would you rate the applicant's potential for fitting into the
organization?"

Eighty percent of the interviewers in all three groups

conc urred that the applicant's potential for fitting into the organization
was much value.
some value.

The remaining 20 percent in each group responded to
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Table 18
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT'S
POTENTIAL FOR FITTING INTO THE ORGANIZATION CATEGORIZED
SY NUMBER AND PERCENTAGE WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Some Value
No . %

Group

8

80%

2

20%

Group II

8

80

2

20

Group III

8

80

2

20

Little Value
No.
%

No Value
No . %

The question "How would you rate the applicant's motivation for
desiring the particular job?" was asked to the interviewers .

Ninety

percent of the interviewers in Group I indicated that the applicant ' s
motivation for desiring the job was much value and 10 percent agreed
that it was some value.

Within Group II, 70 percent of the interviewers

responded to much value and 30 percent replied to some value.

Eighty

percent of the interviewers in Group Ill indicated that the applicant's
motivation for desiring the job was much value and 20 percent responded
to some value.

(Refer to Table 19)

In Table 20, the interviewers were asked "How would you rate the
applica nt' s creativity and i ntelligence?"

In response to this question,

70 percent of the interviewers in Group I indicated that the applicant's
creativity and intelligence were of much value and 30 percent responded
to some value.

Within Group II, 50 percent of the interviewers replied

to some value, 40 percent responded to much value, and the remaining
10 percent indicated little value .

Sixty percent of the interviewers
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in Group Ill agreed tha t the applicant's creativi ty and intelligence
was some val ue and 40 percent replied much value .
Table 1g
INTERVI EWERS' PERCE PTIONS OF THE IMPORTANCE OF THE APPLICANT ' S
MOTIVATION FOR DESIRING TH E PARTICULAR JOB CATEGORIZED
BY NUMBER AND PERCENTAGE WITHIN EACH SELECTED GROUP

Group Number

Much Value
No. %

Some Va l ue
No.
%
10%

Group

9

90%

Group 11

7

70

3

30

Group I TI

8

8D

2

20

Li t t le Val ue
No.
%

No Va lue
No. %

Tabl e 20
INTERVIEWERS' PERCEPTIONS OF THE IMPORTANCE OF THE APPLICANT ' S
CREATIVITY AND INTELLIGENCE CATEGORIZED BY NUMBER AND
PERCENTAGE WITHIN EACH SELECTED GROUP

Group Number

Much Value
No . %

Some Value
No.
%

Group

7

70%

3

30%

Group II

4

40

5

50

Grou p III

4

40

6

60

Li ttle Value
No.
%

No Value
No. %

10%

Tab le 21 includes a summary of part two of the questionnaire with a
total number of responses from all three groups.

Also shown in parentheses

are the rankings according to the total number of points awarded to
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each value .

Much value was given four points; some value, three points;

little value, two points; no value, one point . After all totals were
tallied, the questions were ranked in order of importance.
The top half of the highest ranked verbal or nonverbal acts that
were percei ved in the interview were:

the applicant's exhibition of

confidence, poise, and aggressi veness; the applicant's use of grammar;
the applicant's potential for fitting into the organ ization; the

appli~

cant's motivation for desiring the particular job; the applicant's
alertness; the applicant's emotional maturity and stability; the
applicant's appearance; and the applicant's eye contact.
Table 21)

(Refer to

TJblc 21

INTERV!'EWERS' PERCEPTIONS CATEGORIZED BY
NUMBER MD RANKED IN ORDER OF IMPORTANCE
Much Value
~

Question

Sane Value
No. Rank

Little Value
t1o.

~ank

llo Value
r~o.-R.n~t

Total

tiow would you rate your perception of the llppltcnnt's e..hibttion of confidence, pofse .

and agc;ress 1vcncss 1

28

( 112)

(6)

118

How would yo u rate the applicant 's use of granmar?

28

( 106)

(9)

117

How would you rate the applicant's potential for f1 tL1ng into the organization?

24

(96)

(18)

114

How would you rate the applicant's motivation for desiring the particular jobl

24

(96)

(18)

114

Haw would you rattt the applicant's aler ness?

22

(88)

(24)

112

~n~turhy

Mow would you r1te the applicant's errottooal

and stability?

8

22

(88)

(24)

112

How would you rate an applicant's appearance?

21

(84)

(27)

111

How would you rate an applicant's eye contact with yau1

20

(80)

(27)

(2)

109

How would you rate the applicants' presentation of what they 'fllant to say and how they say itl

16

(64)

13

(39)

(2)

105

How would you rote your perception of the amount of 1ntt1attve and forcefulness the
applicant carries?

16

(60)

15

(45)

Uow would you rate the appl i cant 's c reatlvi y and 1nte111gcn ce7

15

(60)

14

(42)

(2)

104

How would you rate the applicant ' s articulaLion of speech?

15

(60)

14

(42)

(2)

104

How would you rate Lhe applicant's cYternal personality characteristics?

14

(56)

14

(42)

(4)

102

12

(48)

16

(48)

(4)

10

(40)

20

(60)

10

(40)

16

(48)

4

(16)

18

(54)

8

( 16)

12

(36)

15

(30)

How would you rate an applicant
and thr t r answf!rs 1
Haw would you ra

who

~aus•d

for long lengths between your question

e the appHcant•s facial eJtorrsston1

How would you rote the app 1i cant •s posture 1
How would you rate the applicant's voice?
H0\14 would you r!\ e

~n

105

applicant's hand Qestures?

100
100

(6)

(1)

95
86

(3)

69

-""

w
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The purpose of this study was to determine the following:
1.

What categories of questions are most frequently asked during
the job interview process?

2.

What are the topics discussed by the interviewer and the
applicant?

3.

What consideration, if any, is personal appearance given in
the interview evaluation process?

4.

What degree of importance do verbal and nonverbal communication
have in the interview process?

Purposive sampling was used to select thirty businesses and
governmental agencies in Cache Valley.

The businesses were then cate-

gorized into three groups, consisting of ten businesses and governmental
agencies in each category.
number of employees .

They were then categorized according to total

The first group consisted of businesses with a

total population of 1-24 employees.

The second group consisted of

businesses with a total population of 25-99 employees . The third group
consisted of businesses with a total population of 100-499 employees.
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A questionnaire was constructed with the assistance of Mr. R. Gunnell
of Logan's Job Service and Mr. R. Garrison of Utah State University
Personnel Office.

A pilot study was conducted and appointments were

then set up with the additional businesses and governmental agencies in
the study.

The questionnaire was administered pe rsona l ly by the researcher.

The first part of the questionnaire consisting of the open-ended questions
were recorded and then listed according to degree of importance by the
total number of responses given by the interviewers in all three groups.
The second part of the questionnaire consisting of the questions involving
the verbal and nonverbal aspects of the interview were tallied and the
percentages compared on each question within each group.
The categories of questions most frequent ly asked by the interviewers
were found to be:

work experience, skills, permanency, education, the

applicant's feelings regarding their last position, what promoted the
applicant's interest in position, and career goals.

The topics which are

discussed most often by the interviewer were salary/benefits and job
description/responsibilities.
The top eight qualities or characteristics perceived by the interviewers to be very important were found to be the following:

the

applicant's exhibition of confidence, poise, and aggressiveness; the
applicant's use of grammar; the applica nt's potenti al for fitting into
the organization; the applicant's motivation for desiring the particular
job; the applicant's alertness; the applicant's emotional maturity and
stability; the applicant's appearance; and the applicant's eye contact
with one.
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Conclusions
According to the findings above, the following conclusions were
drawn to ascertain the answers to the questions presented in the
statement of purpose found in Chapter I:
The topics most frequently discussed were varied among the responses
of the interviewers.

A majority of the interviewers did not approach the

interview with a prepared list of topics; therefore, their topics were
covered in the questions which they asked most frequently.

The most

frequent topics interviewers did cover included salary/benefits, job
description/responsibilities, nature of working (pressure}, communication,
expectation of employer, overview of company, and applicant's ability
to fit into organization.
The interviewers had various categories of ques tions which they ask
the applicants depending on the particular position and the particular
company.

The responses that were recorded most often and therefore

considered most i mpor tant to the interviewers included work experience,
skills, permanency, education, what applicants are looking for in job,
what aspirations applicant have, marital status, applicant's feelings
regarding last positions, what promoted applicant's interest in
particular job, career goals, ability, and public relations .
Responses of the interviewers showed that both verbal and nonverbal communication do play a major role in the selection process.
The most prevalent qualities or characteristics found to be important
from the interviewers perceptions were:

applicant's exhibition of

confidence, poise, and aggressiveness; the applicant's use of grammar;
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the applicant ' s potential for fitting into the organization; the applicant's motivation for desiring the particular job; the applicant's
alertness, the applicant's emotional maturity and stability, the applicant's appearance and the applicant's eye contact.
Personal appearance is given consideration in the i nterviewers'
se lection process.

The question occurred twice in the questionnaire,

once in the form of an open-ended question and the other in the form of
a question on Part II of the questionnaire.

The responses in the first

section indicated that the interviewers like to see the applicant neat,
clean, well-groomed, and wearing proper attire which they defined as
"Sunday best."

The applicant's appearance, as shown in Table 21

was

ranked in the top half of the qualities or characteristics highly
considered by the interviewer in the selection process.
According to the findings, the interviewers sampl ed were not highly
trained in their approach.

They tend to rely on general impressions

in their selection process.

As a result of various laws having been

passed, all questions that could be discriminatory are now illegal
to ask in the interview.

There are, however, some interviewers in

Cache Valley who continue to ask questions such as age and marital
status, which are now considered to be discriminatory,
The value of the data collected in this study has the greatest
application to Cache Valley employment interview practices,

Care

should be taken not to generalize the findings to outside Cache Valley.
RecormJendations
Students could benefit if teachers develop units of instruction
related to job-seeking skills.

There are several topics that teachers
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in the Cache Valley area need to include in such units.
Following are suggested guidelines which could be incorporated in
a program to help the teacher prepare the student for the interview
process.

Since many students have a fear of the un known , conducti ng

trial interviews may give the students the self-confidence which they
If at all possible, a video presentation of the interview would

lack.

show t he student both their strengths and weaknesses.

A tape recorder

might suffice to show the student how they sound during the interview.
A discussion following students' presentations would benefit them by
suggesting alternatives to their behavior in the interviews.
An interview checklist that could be used prior to the interview
might be beneficial to the student.

An example of a pre-interview

checkli st would be:
1.

am dressed appropriate ly, well-groomed, and clean.

2.

am familiar with the company and the job I am
seeking.

3.

I am prepared for the interview.

I have my resume and

all necessary forms with me.
4.

I have anticipated any questions that may be asked
and have formulated answers to these questions.

How to act during the interview wa s found to be an important
factor in the se l ection process of an applicant by the employers in
Cache Valley.

The following are some basic rules which may help

students during the interview:
1.

Look directly at the person and maintain eye contact.

2.

Make sure your personal appearance is appropriate
for the interview.
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3.

Watch your posture.

Stand or sit straight,

4.

Speak clearly and in well organized sentences.
think before responding.

Be alert,
Take time to

Avoid grammar flaws in the speech

patterns.
5.

Speak honestly and clearly.

During the interview va rio us questions will be asked.

They will

cover many aspects of the student's background, experience, feelings
regarding their last job, their employer and fellow workers, skills,
career goals, aspirations, strong and weak attributes, likes and dislikes,
interests, and expectations of job .
topics as:

Interviewers will also cover such

salary and benefits, job description and responsibilities,

the interviewer's expectations, and a general overvi ew of the company.

so
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PARTICIPATING FIRMS
Group I
Commercial Security

280 N. Main

Logan

Credit Bureau

198 N. Main

Logan

Everton Publishers, Incorporated

3223 S. Main

Nib ley

First Federal Savings and Loan
Association of Logan

198 N. Main

Logan

Gates, Jensen, & Warren

167 E. 200 N.

Logan

Hansey, Jones, & Haters

95 W. 100

Hilliard, Law, & Anderson

175 E. 100 N.

Logan

Logan Savings and Loan

360 N. Main

Logan

Ni xon & Nixon Realtors

550 N. Main

Logan

North Utah Community TV

26 S. 100 E.

Logan

Bear River Community Action
Agency

170 N.

Logan

Budge Clinic

225 E. 400 w.

Ell i s Equipment Company

701

First National Bank

99 N. Main

Logan

First Security Bank of Utah

15

s. Main

Logan

Hera 1d Journa 1

75 w. 300 N.

Loga n

J. C. Penney

1300 N. Main

Logan

Presto Products, Incorporated

1210 E. 200

s.

Logan

Group II
~lain

s. Main

Logan
Logan

s.

Lewiston
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Grou~

II (cont.}

Utah Mortgage Loan Corporation

15 S, Main

Logan

Wilson 11otor

328 N. Main

Logan

Cache Va 11 ey Dairy Association

6351 N, 2150 W,

Amal ga

City of Logan

61 1-1. 100 N.

Logan

Logan City School District

101 w. Center

Logan

Logan Hospital

218 N. 300 E,

Logan

Moore Business Fonns, Incorporated

630

Pepperidge Farm, Incorporated

901 N. 200 W.

Schreiber L D Cheese Company

885 N. 600

Sears Roebuck and Company

261 N. Main

Sun shi ne Terrace Foundation
Incorporated

225 N. 200

Thiokol Corporati on

2503 N. Main

Grou~

III

w.

1000 N.

w.

Logan
Richmond
Logan
Logan

w.

Logan
Logan
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QUESTIONNAIRE
Name of Company

1.

~/hat

2.

What major topics are discussed between you (the interviewer) and the
applicant?

3.

Hhat do you consider "appropriate" dress for an interview?

questions would you ask an applicant in the interview? (Clerical)

57
~uc h

alue
l.

How would you rate the applicant' s
facial expression?

2.

How would you rate yo ur perception
of the applicant's exhibition of
confidence, poise, and aggressivenes s?

3.

How would you rate your perception
of the amount of initiative and fore efulness the applicant carries?

4.

How would you rate an applicant's
hand gestures?

5.

How would you rate an applicant's
eye contact with you?

6.

How would you rate an applicant who
paused for long lengths between
your question and his/her answer?

7.

How would you rate the app l i can't ' s
posture?

8.

How would you rate an applicant's
appearance?

9.

How would you rate the applicant's
use of grarrrnar?

10.

How would you rate the applicant's
presentation of what he/she wants
to say and how he/she says it?

ll.

How would you rate the applicant's
articulation of speech?

12.

How wo uld you rate the applicant's
external personality characteristics?

13.

How would you rate the applicant's
voice?

14.

How would you rate the applicant's
alertness?

Some
Value

Little
Value

No
Value
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~uch

Value
15.

How would you rate the applicant's
emotional maturity and stability?

16.

How would you rate the applicant's
potential for fitting into the
organization?

17.

How would you rate the applicant's
motivation for desiring the particular
job?

l R.

How would you rate the applicant's
creativity and intelligence?

Some
Value

Little
Value

No
Value

